This descriptive research is conducted to study perceived organizational support and affective commitment with respect to demographic variables (gender, marital status, education etc.) 
I. Introduction
Economy is changing fast and this has forced organizations to keep themselves embraced with all kinds of resources. Without doubt, human beings at work place are indispensible. Organizations cannot think of grabbing the unlimited and attractive opportunities without competent, skilled and committed workforce. Such employees are sure to perform better in both in-role and extra-role front. This thought lead to the conceptualization of this research. This paper intends to explore the relationship of affective commitment and perceived organizational support (POS).Organizational commitment (OC) is a state of being in which organizational members are bound by their actions and beliefs that sustain their activities and their own involvement in the organization [1] . According to Meyer et al., [2] organizational commitment as an attitude is "characterized by favorable positive cognitive and affective components about the organization". Further Meyer and Allen [3] defined organizational commitment as "a psychological state that characterizes the employee"s relationship with the organization, and has implications for the decision to continue membership in the organization". Narteh [4] defined commitment as a felt state of employees" attachment to their organizations, including their willingness to internalize the values of the organization and abide by the rules and regulations therein. The author emphasized that organizational commitment should come willingly from the employee. Organizational commitment consists of three dimensions viz. affective, continuance and normative commitment. Meyer and Allen [5] defined the first dimension, namely affective commitment (AC), "as positive feelings of identification with, attachment to and involvement in the work organization," and they defined continuance commitment as "the extent to which employees feel committed to their organization by virtue of the costs that they feel are associated with leaving". Allen and Meyer [6] defined normative commitment as "the employee"s feelings of obligation to remain with the organization". This paper is limited to the study of affective commitment only.
Affective attachment is defined as "the relative strength of an individual"s identification with and involvement in a particular organization" [7] . Affective commitment is also conceptualized as identification with the organization and internalization of organizational values [8] . In simple words, affective commitment is employee"s positive emotional attachment to the organization [9] . Affectively committed employees are dedicated and loyal to their organization. They line up their personal goals with organizational goals and strive hard to achieve them. Such behavior ensures success and sustainability of an organization. Affective commitment is influenced by job challenge, goal clarity, goal difficulty, role clarity, peer cohesion, equity, personal importance, receptiveness by management, feedback, participation and dependability. ] The relationship of POS and AC finds its roots in Blau"s social exchange theory and norm of reciprocity, which lay down that employees perceive organization as a source of social -emotional needs such as esteem, respect etc. besides being a source of tangible benefits (viz. pay, perks etc.). Perception of support creates an obligation in the minds of employees to reciprocate in the form of commitment toward the organization. Therefore, organizations endeavor to provide a supportive climate for their employees.
Gokul et al. [23] opined that perception regarding the kind of support required by employees from the organization to be supportive differs from one sector to another and from organization to another and thus it becomes the responsibility of the organization to understand employees" needs to feel supported. Organizations should provide a supportive climate to stimulate commitment and performance among employees. Tumwesigye [24] also suggested that organizations should create a positive working environment which ensures participation of employees in decision making, equitable social exchange, fair recognition & reward system, to enhance perceived organizational support, which is vital to achieve organizational goals with committed employees.
II. Review of literature
Makanjee et al.
[25] studied the effects of perceived organizational support on organizational commitment among diagnostic radiographers in South Africa. He opined that a radiographer"s perception of support often dependents on day to day interactions and rightly found that employees perceive feedback and treatment of their direct supervisor as the support of upper management. The research revealed that the radiographers with low affective commitment were not involved in the decision making processes, top management decisions were not clearly communicated, they feel management had no interest in the well-being of their employees and they perceived unfairness in performance appraisal and promotion procedures, and their achievements unrecognized . An another study by Rhoades et al. [19] ) found POS as positively related to temporal changes in affective commitment, suggestive of POS contribution to AC and not the vice-versa. The findings highlight the importance of favorable working conditions to enhance POS and thus enhance affective commitment.
Colakoglu et al.
[26] investigated the relationship of organizational support with job satisfaction and dimensions of organizational commitment, and also analyzed the mediating effect of job satisfaction on the relationship between perceived organizational support and three dimensions of organizational commitment. The findings showed that perceived organizational support had a significant positive effect on job satisfaction, affective, normative and continuous commitment. Darolia et al.
[27] conducted a study on regular skilled workers of National Fertilizer Ltd located in Punjab, India to investigate the extent to which organizational commitment, perceived organizational support, and work motivation predicts individual differences in job performance of workers. The results of the study highlighted a positive correlation between POS and three components of OC. POS correlates .36 (p<.001) with affective commitment, .23 (p<.01) with normative commitment and .27(p<.001) with continuance commitment.
UÇAR and ÖTKEN [28] studied the relationship of perceived organizational support with dimensions of organizational commitment and the mediating role of organization based self-esteem (OBSE) between these variables. They found a significant positive relationship of POS with affective & normative commitment, but a negative relationship with continuance commitment. Caroline et al. [29] also studied the relationships between perceived organizational support (POS) and the dimensions of organizational commitment (i.e. affective, normative and continuance commitment), and further tested the moderating effect of locus of control and work autonomy on these relationships. The findings revealed that POS is positively and significantly correlated with affective and normative commitment and also found that locus of control and work autonomy moderates the relationship of POS and affective commitment. Several studies have also studied the impact of POS on AC. Like, Gokul et al. 1. There will be no significant difference in the level of perceived organizational support among male and female employees. 2. There will be no significant difference in the level of perceived organizational support among married and unmarried employees. 3. There will be no significant difference in the level of perceived organizational support on the basis of educational qualification. 4. There will be no significant difference in the level of perceived organizational support on the basis of age. 5. There will be no significant difference in the level of perceived organizational support on the basis of experience. 6. There will be no significant difference in the level of affective commitment among male and female employees. 7. There will be no significant difference in the level of affective commitment among married and unmarried employees. 8. There will be no significant difference in the level of affective commitment on the basis of educational qualification. 9. There will be no significant difference in the level of affective commitment on the basis of age. 10. There will be no significant difference in the level of affective commitment on the basis of experience. 11. There is no relationship between affective commitment and perceived organizational support. 12. Perceived organizational support does not predict affective commitment.
Method
This descriptive study was conducted with the purpose of establishing a relationship between affective commitment and perceived organizational support. The population for the study was employees working in banks. The data for the study was collected from 120 employees working in banks. Perceived organizational support was measured using short version 8-item scale developed by Eisenberger et al. [20] . An example item includes "The organization really cares about my well-being." Affective commitment was measured using six items from organizational commitment scale of Meyer, Allen and Smith, [31] . An example item includes "I really feel as if this organization"s problems are my own". All the items were measured on a five point scale.
Sample distribution
Sample consisted of 120 employees working in banks. Majority (71%) of respondents were male. Out of the total respondents 84% were married. 58% were of age group 30-40 yrs, followed by 24% in age group 20-30 years, 15% in age group 40-50 years and 3% in above 50 years age group. 34% of respondents were with a particular bank for less than two years. Table 1 Source: Authors" compilation Level of Significance 5% Table 2 shows the results of regression analysis for perceived organizational support as independent variable and affective commitment as dependent variable. The results of regression analysis indicates that 22% (Adjusted R 2 = .22) of affective commitment is explained by perceived organizational support. Hence Null hypothesis (H12) is rejected and therefore it is proved that POS predicts affective commitment but not significantly. The results of regression analysis are in consensus with the earlier studies of Tumwesigye [24] and O"Driscoll & Randall [30] which found that POS is a predictor of affective commitment. Further the data was analyzed using t-test and ANOVA to test the significance of difference in the level of POS and AC across demographical variables. The results of table 3 show that there is significant difference in the level of POS among male and female employees because p value (.003) is less than the level of significance (.05). Therefore hypothesis (H1) is rejected, and it is inferred that male and female employees do have different perception of organizational support.
IV. Results and Discussion
As far as marital status is concerned, there is no significant difference in the level of POS (p value > .05) among married and unmarried bank employees. Hence H2 is accepted. The study further found that there is no significant difference in the level POS on the basis of qualifications. It was found that UG and PG employees" perception of organizational support do not differ significantly. As shown in table 3, p value (.087) in case of educational qualification, is greater than level of significance, therefore null hypothesis (H3) is accepted. With the help of t-test (Table 3) it was found that difference in average score of AC is significant with respect to gender (p=.008), marital status (p=.001) and educational qualification (p= .00). Hence H6, H7, and H8 are rejected at 0.05 level of significance. One way ANOVA was further used to study the difference in the level of POS on the basis of age and experience. The findings of the study (Table 4) indicate that the perception of young and elderly employees do differ significantly. This is evident from the value of p (.04) which is lower than the assumed level of significance. Hence H4 is rejected. It can be inferred that elderly employees have high level of POS as compared to young employees. As shown in Table 4 , mean values indicate that there exist a difference in the level of AC across different age groups and lower value of p (i.e. .00) indicates that this difference in the level of AC on the basis of age is highly significant and these results lead to the rejection of null hypothesis H9. The findings of One way ANOVA (as shown in table 5) for POS in context of experience shows that p value is .00 which is lower than the level of significance. Therefore null hypothesis (H5) is rejected and there is significant difference in the level of POS on the basis of experience. The employees whose experience is above 10 years have low perception of organizational support in comparison to employees with less experience. The results for affective commitment also shows that there is significant difference in the level of AC on the basis of experience (p< .05), which leads to the rejection of Null hypothesis (H10). 
V. Conclusion
The study was conducted to study the variables of affective commitment and perceived organizational support with respect to demographic variables viz. gender, marital status, age, qualification and experience and further to analyze the relationship between AC and POS. The findings of the study indicated that the variables are positively correlated and POS accounts for non significant contribution to affective commitment. The results have supported the hypothesis that marital status and qualification of employees do not affect the level of POS. Further it was found that perception of organizational support differ with gender, age and experience. Besides, demographic variables were found to be significantly affecting the level of affective commitment. Though, the study provided with several findings which are useful for a manager to successfully achieve the objectives of the organization, yet, it"s not free of limitations. The first limitation of this study is the sample size. The results can further be generalized by increasing the sample size of the study. This study is confined to banking sector only, so, findings cannot be replicated to other industries. Comparative studies of other sectors can also be undertaken in future research. As the finding indicated that POS is not a significant contributor to AC, other related variables like employee empowerment, management styles, justice, personal variables (personality, attitude etc.) culture and climate can be covered in further researches.
